HEAR

( Hel pi ng Enpl oyers/enpl oyees Alternatively Resol ve)
Wor kpl ace Di sputes Program
Al ternative Di spute Resol ution

Conflicts in the workplace will always exist, but there is a
constructive way to handl e those conflicts at an early stage, in an
expeditious, cost-effective, and nutually satisfactory manner.
Human Resources O fice (HRO, Norfol k has an established program
cal |l ed HEAR Woirkpl ace Disputes Programthat utilizes Alternative

D spute Resol ution (ADR) nethods for addressing workpl ace di sputes.
Since the Progranmis inception in Fiscal Year 1999, over 325 ADR
sessions have been conducted. The ADR resolution rate to date in
Fi scal Year 2003 is 81% which includes sessions that were conducted
for various workpl ace disputes, including issues involving

di scrimnation under Title VII.

HEAR Wor kpl ace Di sputes Program offers a col |l aborative, voluntary
di spute resol ution approach that involves a neutral person who
assists the parties in resolving their issues and concerns. A
vari ety of ADR problenmsolving processes are used to assist in
resolving conflicts quickly that can result in enhanced noral e,

i mproved j ob performance, use of fewer nonetary resources, greater
custoner satisfaction, and avoi dance of litigation or other
adversarial proceedings. The goal of the Programis to rebuild
rel ati onship and pronote resolution between the parties at the
earliest opportunity, by the fastest and | east expensive method
possi bl e. Persons participating do not waive their right to proceed
in another forumif a resolution is not reached.

Medi ati on, which is the nost frequently used ADR process, is not a

| egal proceeding but a confidential, private, and voluntary dispute
resol ution process in which the parties involved di scuss possible
resol utions through the assistance of a nediator. The nedi ator asks
guestions, searches for the parties' interests, and hel ps the
parties raise options for resolution. The nmediator wants to ensure
that if the parties reach a resolution, it is based on information
and understandi ng. The nedi at or does not pass judgnent, give

advi ce, or offer his/her own opinion concerning the issue. The

nmedi ator is in charge of facilitating the process with skill and
neutrality, while the parties work toward resolving the conflict.
The settl enent agreenment must be satisfactory to all parties and can
not violate any rights under |aw, regulation, policy, or a

col | ective bargai ni ng agreenent.

HEAR Wor kpl ace Di sputes Program al so offers four other ADR processes
in response to conflict, including Facilitation, Conciliation, Early
Neutral Inquiry, and Settlenent Conference.

Facilitation involves the use of techniques to inprove the flow of
i nformation between parties. Facilitation techniques can al so be
used to conduct deci sion-nmaking neetings when the parties are trying



to reach consensus. The facilitator provides procedural directions
as to how the participants can efficiently nove through the problem
solving steps of the neeting and arrive at a jointly agreed upon
goal. The facilitator focuses on procedural assistance and renains
inpartial to the topics under discussion. Conciliation is
confidential and, although the neutral does not make a decision in
the matter, he/she collects and revi ews docunents, provides

counsel ing, and recommends options to the parties for resolution.
Early Neutral Inquiry offers the parties a confidential opportunity
to receive fromthe neutral a frank, non-binding assessment of the
overal | value of the case should settlenent not be reached. Early
Neutral Inquiry helps the parties focus on the key issues of the
case and di scl oses the key docunments. Settlenent Conference is also
confidential and offers an anal ytical focus of the case. The
neutral offers feedback to the parties and assists with reality
checks. The neutral receives and reviews docunents and facilitates
negoti ati ons between the parties and their representatives.

However, the neutral is not a trier-of-fact and will not make a
final decision for the parties.

To discuss in greater detail HRO Norfol k's HEAR Wr kpl ace Di sputes
Programor to request a brief for your organization, please contact
Joyce CGuthrie, Program Manager, tel ephone Comm (757) 444-7957 or DSN
564- 7957, email|l guthriej @ronorf.navy. ml.
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| MPORTANT NOTI CE: The foregoi ng should not be interpreted as
interference with or discouragenent of any individual's right to
seek relief through any statutory or regulatory grievance or

conpl aint procedure. Enployees involved in workplace di sputes may
have | egal entitlenents to raise issues through a formal grievance
or conpl aint procedure. Formal procedures have time limts to take
initial action. These tine [imts are not extended because an

i ndi vi dual chooses to seek informal resolution of an issue through
ADR. Enpl oyees who are unsure of their lawful rights and renedies
are cautioned to seek counsel fromtheir personal representative,

| egal representative, union representative, or servicing Labor

Rel ati ons Speci alist, as appropriate.
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